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Introduction 
INTRODUCTION 
The effectiveness and efficiency of the service organizations hke libraries is 
measured in terms of quality of its service delivered or rendered to its users. The 
quality of its service mainly depends upon the quality of workforce, which in turn 
directly depends on knowledge, adaptability and satisfaction level of the 
professionals working in a given library. Employee satisfaction is a pre requisite 
for delivery of quality service and keeps the users satisfied. 
The service level of the library and information science professionals 
mainly depends upon their commitment to work, which is dependent on the 
satisfaction that they get from the job. In industrial sectors a satisfied employee is a 
productive employee of the organization. Similarly, in the library, a satisfied 
library professional is regarded as a productive professional. 
A satisfied professional not only renders quality service to the users, but also 
ensures commitment to the library in which he/she is serving and contributes one's 
might to its image building. 
The importance of job satisfaction specially emerges to surface if had in 
mind the many negative consequences of job dissatisfaction such a lack of loyalty, 
increased absenteeism, increase number of accidents etc. Specter (1997) lists three 
important features of job satisfaction. First, organizations should be guided by 
human values. Such organizations will be oriented towards treating workers fairly 
and with respect. In such cases the assessment of job satisfaction may serve as a 
good indicator of employee effectiveness. High levels of job satisfaction may be 
sign of a good emotional and mental state of employees. Second, the behavior of 
workers depending on their level of job satisfaction will affect the functioning and 
activities of the organization's business. From this it can be concluded that job 
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satisfaction will result in positive behavior and vice versa, dissatisfaction from the 
work will result in negative behavior of employees. Third, job satisfaction may 
serve as indicators of organizational activities. Through job satisfaction evaluation 
different levels of satisfaction in different 
Organizational units can be defined, but in turn can serve as a good indication 
regarding in which organizational unit changes that would boost performance 
should be made. 
1.1 Concept of job satisfaction 
The term 'job satisfaction' was brought into limelight by Hoppock in 
1935. He defines satisfaction as any combination of psychological, physiological 
and environmental circumstances that causes a person truthfully to say "I am 
satisfied with my job" In this definition the underlying assumption is that "It is 
possible for a worker to balance specific satisfaction against the specific 
dissatisfaction and thus to arrive at a composite satisfaction with the job as a 
whole". 
Job satisfaction refers to a person's felling of satisfaction on the job, which 
acts as a motivation to work. Job satisfaction is closely related to job. "Job" from 
the operational point of view is not only an activity, which is performed under 
contractual agreement and for which one gets aid, but it also refers to the total 
relationship of an individual with the firm not specific duties and responsibilities, 
which he is accompanying for the attainment by an impulse situation. 
Job satisfaction is a topic of wide interest to both people who work in 
organizations and people who study them. It is a most frequently studied variable 
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in organizational behavior research, and also a central variable in both research and 
theory of organizational phenomena ranging from job design to supervision 
(Specter, 1997).The traditional model of job satisfaction focuses on all the feelings 
that an individual has about his/her job. However, what makes a job satisfying or 
dissatisfying does not depend only on the nature of the job, but also on the 
expectations that individuals have of what their job should provide. Satisfied 
employee is inclined to be more industrious, inspired, and dedicated to their work 
(Skypak et al., 1999). 
Job satisfaction results from the exchange of personal factors, such as 
principles, character, and opportunity with employment factors such as the 
impression of the work situation and the job itself 
Job satisfaction focuses on all the feelings that an individual has about 
his/her job. It has been assumed by organizational behavior research that 
individuals who express high satisfaction in their jobs are likely to be more 
productive, have higher involvement and are less likely to resign than employees 
with less satisfaction. 
Human resource in any organization is its most expensive but vital resource. 
Consequently the future of any organization depends more on its staff than any 
other factor. The usefulness of service institutions like libraries is measured by the 
services rendered by them to the users, which intern depends on the personnel who 
are responsible for the efficient and effective delivery of services. If the authorities 
tend to think of their services almost exclusively, it is very likely that these 
services cannot effectively be provided unless the authorities give due weightage to 
those who manage these. 
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Job satisfaction is an occupational act which is carried out by an individual in 
return forward. Satisfaction refers to the way one feel about events, rewards, 
people, relation and amount of mental gladness on the job. Job satisfaction is also 
an emotional response to a job situation which cannot be seen. It is only be inferred 
and simply hoe the people feel about their job and different aspects of it. Positive 
attitudes towards the job are conceptually equivalent to job satisfaction and 
negative attitudes towards job are equivalent to job dissatisfaction. 
Apart from wealth work also provides many other things to a person such as 
sense of doing something worthwhile, having some aims in life and brings some 
status in society. (Somvir and Kaushik, 2012) 
1.2 Definitions 
Bullock (1952) considers "job satisfaction" as an attitude which results from a 
balancing and summation of many specific likes and dislikes experienced in 
connection with the job. These evaluations may rest largely upon one's own 
success or failure in the achievement of personal objectives and upon the perceived 
contribution of the job and company towards these ends. 
Jornot (1978) stated that "jobs satisfaction is a part of life satisfaction. Similarly a 
job is an important part of life, job satisfaction influences one's general life 
satisfaction". 
Smith (1955) suggested that the job satisfaction is the employees judgement of 
how well his job on the whole is satisfying his various needs. 
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Sinha (1974) has defined job satisfaction as a reintegration of effect produced by 
individual's perception of how will their job provide those things which they view 
as important. 
Paul (1978) stated "job refers to the favourableness or unfavourableness with 
which employees view their work". It expresses the amount of agreement between 
one's expectation of the job and rewards that job provides to the person. 
Pestonjee (1973) reviewed various factor analytic studies and defined morale as" 
an attitude of employee which predisposes them to view their leader (supervisor) 
,their company and its policies as contributing to or thwarting their need 
satisfaction an index of their regard for the organization which employees them". 
Robert (1966) has defined it as "job satisfaction comprises those outward and 
inner manifestations which give individual a sense of enjoyment and 
accomplishment in the performance in his job . Job satisfaction may come from the 
product or item produced, from his speed which it is accomplished or from other 
feature relating to the job and its performance. 
Anitha (2011) has defined it as "Job sadsfaction is a general attitude towards one's 
job, the difference between the amount of reward workers receive and the amount 
they believe they should receive". It relates to inner feelings of workers. 
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1.3 Theories of job satisfaction 
One of the most important theories which explain job satisfaction is Lawler's 
theory. He explains job satisfaction in four basic conditions: The Fulfillment theory 
which explains the reaching of the thing needed. The Discrepancy theory, 
difference, contradiction and conflict theory. The Equity theory, about equality and 
the fourth one is The Two-factor theory. 
Fulflllment theory 
According to the Fulflllment theory, the basic rule of the happiness of workers 
is to satisfy their demands and getting their wishes. Workers are satisfied if their 
demands are totally provided. Namely, the more a worker earns the more he is 
satisfied and the less a worker earns the less he is satisfied. A higher rank job or an 
interesting job can satisfy them too. 
Discrepancy theory 
This theory is concerned on what the workers are expecting and what they are 
getting. Their expectations, evaluations and hopes of workers about their works are 
more important than what they are having in real. Difference between expectations 
and gatherings are the base of this theory in light of these three questions: 
1. What do workers wish? 
2. What are their expectations? 
3. What can they get actually? 
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Two-factor theory 
Frederick Herzberg's Two-factor theory (also known as Motivator Hygiene 
Theory) attempts to explain satisfaction and motivation in the workplace. This 
theory states that satisfaction and dissatisfaction are driven by different factors -
motivation and hygiene factors, respectively. An employee's motivation to work is 
continually related to job satisfaction of a subordinate. Motivation can be seen as 
an inner force that drives individuals to attain personal and organizational goals. 
Motivating factors are those aspects of the job that make people want to perform, 
and provide people with satisfaction, for example achievement in work, 
recognition, promotion opportunities. These motivating factors are considered to 
be intrinsic to the job, or the work carried out. Hygiene factors include aspects of 
the working environment such as pay, company policies, supervisory practices, and 
other working conditions. 
Affect theory 
Edwin A. Locke's Range of Affect Theory (1976) is arguably the most 
famous job satisfaction model. The main premise of this theory is that satisfaction 
is determined by a discrepancy between what one wants in a job and what one has 
in a job. Further, the theory states that how much one values a given facet of work 
(e.g. the degree of autonomy in a position) moderates how satisfied/dissatisfied one 
becomes when expectations are/aren't met. When a person values a particular facet 
of a job, his satisfaction is more greatly impacted both positively (when 
expectations are met) and negatively (when expectations are not met), compared to 
one who doesn't value that facet. 
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Dispositional theory 
Another well-known job satisfaction theory is the Dispositional Theory. It is a 
very general theory that suggests that people have innate dispositions that cause 
them to have tendencies toward a certain level of satisfaction, regardless of one's 
job. This approach became a notable explanation of job satisfaction in light of 
evidence that job satisfaction tends to be stable over time and across careers and 
jobs. Research also indicates that identical twins have similar levels of job 
satisfaction. 
Equity theory 
Equity Theory shows how a person views fairness in regard to social 
relationships. This theory suggests that if an individual thinks there is an inequality 
between two social groups or individuals, the person is likely to be distressed 
because the ratio between the input and the output are not equal. For example, 
consider two employees who work the same job and receive the same benefits. If 
one individual gets a pay raise for doing the same or less work than the other, then 
the less benefited individual will become distressed in his workplace. If, on the 
other hand, one individual gets a pay raise and new responsibilities, then the 
feeling of inequality is reduced. 
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1.4 Factors influencing job satisfaction 
The main factors influencing job satisfaction are opportunities, stress, 
Leadership , work standards, fair rewarding and adequate authority. These factors 
can be expressed as: 
1) Opportunities; Job related opportunities increase employee satisfaction. For 
example, a job which has an opportunity to participate in projects, presenting 
competition and requiring more responsibilities. 
2) Stress; When negative stress is high it reduces job satisfaction. When a job 
does not correspond with employee's personal life, or is the source of 
anxiety and confusion, it's stressful. 
3) Leadership; Workers are more pleased when they work with 
leaders-managers. Leadership involves motivating employees, efforts for 
reaching better performance and etc. 
4) Work standards; Employee satisfaction increases when quality of work and 
its results are higher in the groups to which an employee is involved. 
5) Salary; Material rewards are very important in job satisfaction. Money 
meets luxury needs and wants of people, along with their fundamental needs. 
6) Promotion; Promotion opportunities influence job satisfaction in different 
ways. The reason is conducting promotion in many different ways. For 
example, "employees promoted based on their work experience" are less 
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satisfied with their jobs than "employees which are promoted on the basis of 
their work results". 
7) Work conditions; Work places must be in normal conditions allowing 
employees to do their job properly. In work places where there is not 
sufficient conditions employee motivation level decreases and such a 
situation affects employee job satisfaction negatively. 
8) Work groups.' Work groups have a direct effect on the job satisfaction of 
employees. For example, acceptance of an employee among his/her 
teammates, helping him/her and developing informal relations increase job 
satisfaction. When employee feels him/herself stranger inside of a group, 
employee losses motivation and morale and eventually shows low 
performance at work. 
1.5 Theoretical concepts under factors of motivation 
Motivation as a concept represents a highly complex phenomenon 
that affects, and is affected by, a multitude of factors in the organization milieu. To 
understand motivation it is essential to comprehend more fully the effects of 
variations in other reactions (such as leadership style, job realization and salary 
systems) as they relate to performance, satisfaction and so forth. 
There are several approaches to the study of motivation they are -
> Maslow's Need hierarchy Theory 
> Herzberg's Two-factor Theory 
> Vroom's Expectancy Theory 
> Adam's Equity theory 
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The need hierarchy theory of motivation is propounded by 
Abraham Harold Maslow. The theory can be summarized as-
Human beings have wants and desires which can influence their behavior, only 
unsatisfied needs can influence behavior, satisfied need do not act as motivators. 
Since needs are many, they are arranged in order of their importance, or hierarchy 
from the basic to the complex. It is the job of Human resource specialists to lift 
employees from lower level to higher level needs. 
Frederick Herzberg's Two-factor theory also known as 
motivation-hygiene theory according to this theory intrinsic factors, such as 
achievement, recognition, the work itself, responsibility, advancement, and growth 
seem to be related to job satisfaction. These factors are variously known as 
motivators, satisfiers or job-content factors. To achieve motivation, managers 
should cope with both satisfiers and dissatisfiers, improve hygiene factors-
dissatisfaction is removed from the minds of employees. 
Victor H. Vroom's expectancy theory is based on the idea that 
work effort is directed towards behaviors that people believe will lead to desired 
outcomes. This theory is useful in as much as it serves as a heuristic decision tool 
to guide managers in dealing with the complexity of motivation in organizations. 
Motivation principles such as encouraging employee performance and matching 
rewards to performance can be drawn from the theory. 
Adam's equity theory is also known as 'social comparison' or 
'inequity' theory. This theory is based on the assumption that individuals are 
motivated by their desire to be equitably treated in their work relationship. The 
theory proposes that the motivation to act develops after the person compares 
inputs/outcomes with the identical ratio of the comparison other. 
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Though no single theory is successful in bringing out all the 
complexities of motivation, all of them collectively help to understand the behavior 
of employees. 
1.6 Library as an Organization 
University library is a part of a university set-up. Therefore, it exists to 
serve the objectives of its parent organization. According to Wilson and Tauber "a 
well-administered university library directs its activities towards the fulfillment of 
these functions by accumulating and organizing books, manuscripts, journals and 
other materials, the university library serves as an invaluable aid in the 
conversation of knowledge and ideas and as an active force in the teaching, 
research, and extension programs of the university". 
A university library system may consist of Central library, divisional libraries, 
departmental libraries etc. Book selection should be highly decentralized because 
heads of the departmental libraries know more their respective areas than chief of 
order section in the central library. 
Maulana Azad Library follows centralization as well as decentralization. 
Placement of order. Payment and purchase of books and other documents is done 
in the library. Though recommendations are received from different departments, 
when books and other documents are purchased by the library they are sent to their 
respective departments where further technical processing is done. 
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1.7 Introduction to Maulana Azad Library 
Maulana Azad Library is regarded as second largest University Library of 
Asia. The foundation of the Library was laid in 1875 when Sir Syed Ahmad Khan, 
a great social reformer of his time, established a school that later became 
Mohammaden Anglo Oriental College in 1877 and finally Aligarh Muslim 
University in 1920 by an Act of Parliament. The foundation stone of the Library 
was laid by Lord Lytton, the then Viceroy of India. That is why, the Library was 
originally named as Lytton Library. 
The present grand seven storied building surrounded by 4.5 acres of land was 
inaugurated by Late Pandit Jawaharlal Nehru, the then Prime Minister of India in 
1960 and was named as Maulana Azad Library, after the name of Maulana Abul 
Kalam Azad, the great Educationist, Statesman & the first Education Minister of 
independent India. 
L7.1 Library Resources 
The library provides the whole university campus wide access to online journals 
through a well-equipped Computer Lab. Digital Resources on many subjects are 
made accessible through a Digital Resource Centre, inaugurated by the Vice-
Chancellor on the 16th March 2009 . All the issue able books in the Library are bar 
coded for automated check in and check out. About 5000 students, teachers and 
other members of the University visit the Library daily. The library is open from 
8.00 a.m. to 2.00 a.m. (next day). The library has started Data mining in a recently 
developed Information Centre, where free e-resources from the web are tapped for 
the benefit of university community. A list of such resources is given under the 
link E-Resources. 
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1.7.2 Collection 
The collection in this library comprises with more than 11.5 lakh 
books/documents The Oriental Division of Maulana Azad Library comprising of 
about two lakh printed books & periodicals including 10,000 items belonging to 
rare category in Urdu/Persian/Arabic/Hindi & Sanskrit forms the most significant 
part of the collection.. Donations received from great bibliophiles and literary 
persons are designated as special collections by the names of their donors. The 
Urdu collection with more than one lakh books on almost all aspects of Indian Life 
and Culture forms the largest part of Oriental Division. A substantial number of 
rare and out of print publications of 19th century belong to the Scientific Society of 
Sir Syed Ahmad Khan, Fort William College (Kolkata), Delhi College, Agra 
College and from the Royal Printing Presses of the court of Delhi and Oudh. 
. One of the most priced collection of the library is that of 16000 rare 
manuscripts, one of which written on parchment in Koofi script is claimed to be 
inscribed by Hazrat Ali (the fourth caliph of Islam), 1400 years ago. Several royal 
decrees of Mughal emperors namely Babur, Akbar, Shahjahan, Aurangzeb, Shah 
Alam etc. and also translation of Sanskrit works such as Bhagwad Geeta, 
Mahabharata and Leelawati in Persian by Abul Faiz Faizi, a scholar in the court of 
Mughal Emperor Akbar are some of the highlights of the manuscripts collection of 
this Library. No wonder than, the Library known for its collection of oriental 
manuscripts is frequented by the scholars of Orientalia and Medieval India. Yet 
another highlight of the Manuscript Collection is the painting of TULIP flowers, 
considered as magnam opus of Mansoor Naqqash, the celebrated artist in the court 
of Emperor Jahangir. Some other valuable Sanskrit works translated into Persian 
forming part of manuscript collection are - Ayurveda in Telugu and Bhasdas in 
Malyalam script written on palm leaves. Apart from the collection of orientalia the 
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Library has a vast collection of books in English belonging to different subjects 
especially in Science & Technology. 
CONCLUSION 
It can be said that organizations are complex and that the application 
of theories to improve job satisfaction, job performance, and the retention of 
talented staff is not only difficult but likely, sometimes, to have limited success. 
Nonetheless, managers can, and must, take action if they are to have any hope of 
maintaining a work force capable of meeting the challenges of the next decade. 
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^^vierw of ^[ated Literature 
CHAPTER-2 
Review of Related Literature 
Review of related literature includes the study of previous research and literature 
which provides a solid base to the present study. Related literature means all the 
books, encyclopedia, papers and journal, published and unpublished theses and 
abstract etc. Since effective research is based upon past knowledge, this step helps 
to eliminate the duplication of what has been done and provide useful hypothesis 
and helpful suggestion for significant investigation. For example in the present 
case very few studies were found on the job satisfaction of library staff, this 
indicates a research gap. 
Kalleberg (1977)' conducted a study on work values and job rewards and attempt 
to develop a theory of job satisfaction which incorporates differences in work 
values and perceived job characteristics as key explanatory variable. It empirically 
examines the relationship between job satisfaction and the work values and job 
rewards associated with six dimensions of work- intrinsic, convience, financial 
relation with co-workers, career opportunities and resource adequacy. It is found 
that work values have independent effect on job satisfaction. This paper also seeks 
to develop a framework which links the variation in the job satisfaction of workers 
to the factors that influence the degree of their control over the attainment of job 
rewards in American society. 
Rogers, Clow and Kash (1994)^ conducted a study on increasing job satisfaction 
of service personnel they found that as customer satisfaction is gaining the highest 
priority among the interest of corporate America's constituent groups and the 
economy becomes service oriented, more jobs than ever before require customer 
contacts. The study investigates the relationship between employee satisfaction. 
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job tension, role clarity, role conflict and empathetic concern among customer 
service personnel. It was found that the traditional variables i.e. role conflict, role 
clarity, and job tension, do influence job satisfaction. 
Clark (1977)^ studied job satisfaction and gender to find out why are women so 
happy at work?. It was found that neither the difficult jobs that men and women do, 
their different work values, nor sample selection account for the gender satisfaction 
differential. An identical man and woman with the same jobs and expectation 
would indeed report identical job satisfaction, but women's expectations are 
argued to be lower than men's. 
Mobley (1977)'* studied the intermediate relationship between job satisfaction and 
employee turnover and found that relationship between job satisfaction and 
turnover is significant and consistent but not particularly strong. More complete 
understanding of the psychology of withdrawl decisions process requires 
investigation for this heuristic model of the employee withdrawl decision process 
which identifies possible immediate linkages in the satisfaction-turnover 
relationship is presented. 
Petrescu and Simmons (2008)^ conducted a study to investigate the relationship 
between Human Resource management practices and workers' overall job 
satisfaction and their satisfaction with pay. It was found that several HRM 
practices raise workers overall job satisfaction and their satisfaction with pay. 
Satisfaction with pay is higher where performance-related pay and seniority-based 
reward system are in place. 
Pritchard and Karasick (1973)^ conducted a study to find out that how 
organizational climate affects the managerial job performance and job satisfaction 
as well as the effects of interaction between climate and individual needs on 
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performance and satisfaction and it was found that climate is fairly strongly related 
to submit performance and to individual job satisfaction. 
Mallaiah (2009)^ studied the management of employee expectations performance 
and satisfaction in university library .The paper reports on the views and 
perception of university library professionals in Kamataka in respect of their job, 
job involvement and organization in addition to identifying and analyzing the key 
individual work and organizational characterstics influencing their performance 
expectations and job satisfaction. 
Purushothama (2009) studied the satisfaction levels related to management 
issues among LIS professionals in Kannada districts and found that the 
professionals are satisfied with management related issues such as supervision, 
recognition and performance evaluation and dissatisfied with autonomy by 
authority facet. 
Lynch and Verdin (1987) studied Job satisfaction in Libraries, a replication of 
the present findings corroborate the previous work .Significant variation in job 
satisfaction occur among functional units in libraries and among occupational 
groups in libraries. 
Hart (2010) found the "love-hate" relationship between respondents and their 
work in a South African Academy library. Result shows that 51% claim to be 
proud to work at their library and 50% are open to other job offers. Causes for the 
restlessness include a sense of stagnation, frustration with inadequate resources and 
anger at poor remuneration. 
Kibet Bii and Wanyama (2001)" Presents the findings of the study which 
examined the impact of automation on the job satisfaction among library staff of 
the Margaret Thatcher library, Kenya. It was found that there were myriad 
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problems within the Hbrary regarding training and access to automated systems of 
interest. 
Clark (1996)'^ conducted a study on British employees to investigate the 
relationship between three measures of job satisfaction and a wide range of 
individual and job characteristics. Notably, men workers in their thirties, the 
educated, those working longer hours and workers in larger establishment have 
lower levels of job satisfaction. 
Kalisch, Lee and Rochman (2010)'^ conducted a study which aims to explore the 
influence of unit characterstics and team work on job satisfaction with current 
position and occupation. The result demonstrated that within nursing teams on 
acute care patient units a higher level of teamwork and perception of adequate 
staffing leads to greater of job satisfaction with current position and occupation. 
14 
Hodson (1989) analysed gender differences in job satisfaction among full-time 
workers. Two alternative explanations for women's relatively positive job attitudes 
are considered. First, women may arrive at higher level of job satisfaction than 
men by using different comparison group. Secondly, men may be more willing to 
verbalize dissatisfaction with work because of different socialization. 
Ranz, Steuve and Quistion (2001)'^ conducted a study on job satisfaction of 
medical directors and staff psychiatrists and found that with increasing age of staff 
psychiatrists but not medical directors is particularly interesting, suggesting that 
staff psychiatrists positions may come to be regarded as "dead-end" over time. 
Sowmya and Panchanatham (2011)'^ studied the factors influencing job 
satisfaction of banking employees in Chennai and shows job satisfaction of 
employees in new private sector and select public sector banks specifically in the 
banking sector of the main metropolitan city. 
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Anitha (2011)'^ conducted a study regarding job satisfaction of paper mill 
employees, result shows that only 44% of the employees are satisfied with working 
conditions, 31% of them with the welfare facilities, 44% of them with the accident 
compensation and 42%of them are satisfied with the reward provided and 52% of 
them are satisfied with the grievances handling procedure. 
Lim (2008)*^ examined job satisfaction in regard to demographic, socioeconomic 
variable and work related variable. The study found that salary, an MLS degree, a 
sense of belonging, faith in wanting to belong, a feel of acceptance, job autonomy 
and promotion opportunities were related to job satisfaction of the library I.T 
workers. 
Newsham...et ai. (2009)'^ studied the indoor environment conditions affecting job 
satisfaction physical and questionnaire data were collected from 95 workstations at 
an open plan office building in Michigan, U.S. occupants, answered a detailed 
questionnaire concerning their environmental and job satisfaction and aspects of 
well being. Analysis of physical data was limited to the lighting domain. Results 
confirmed the important role of window access at the desk in satisfaction with 
lighting, particularly through its effect on satisfaction with outside view. 
Malhotra and Chadha (2012)^ " studied the stress among BPO sector in the 
context of job satisfaction, the result highlights that job satisfaction is the reason to 
raise the stress among the employees apart from that salary, job task, colleagues, 
sense of purpose, career path opportunity, work environment, autonomy and 
workload are the major variables to introduce the stress among the employees. 
Hunt and Saul (1975)^' conducted a study on the relationship of age, tenure and 
job satisfaction in males and females. In the survey of white collar workers, age 
and tenure had positive, linear relationship to overall job satisfaction. Age had a 
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stronger relationship with satisfaction in males than tenure; the reverse held for 
females. When six facets of satisfaction were examined, the relationships with age 
and tenure became more complex. 
McCaslin and Mwangi (1994)^ ^ studied a level of job satisfaction of the Rift 
valley extension agents. Factor analysis indicates that eight factors explained 24% 
of the variance in job satisfaction and include: evaluation, dependable supervisors, 
work incentives, pay, raise and work location, housing and transportation, job 
security and administration and supervision. 
Clark, Oswald and Warr (1996)^ ^ investigated job satisfaction U-shaped in age, a 
survey was conducted from a large sample of British employees. The results shows 
that similar age pattern occur for employees context free mental health, suggesting 
that both job satisfaction and context free mental health are affected by non-job 
factors of life-stage and personal circumstances. 
Mohr and Zoghi (2008)^ '' conducted a study on involvement of work design in job 
satisfaction and found that the satisfaction was positively associated with high 
involvement practices a result that held across different specifications of the 
empirical model and different subset of data. Workers outcomes that might signal 
dissatisfaction, like work-related stress or grievance filing, appear to have been 
unrelated to high-involvement jobs. 
Kafetsios and Zampetakis (2008)^ ^ studied the mediatory role of positive and 
negative affect at work mediate personality effects on job satisfaction. Participants 
were 523 educators who completed the wonghaw emotional intelligence scale. 
Results of the study indicated that positive and negative affect at work 
substantially mediate the relationship between emotional intelligence and job 
satisfaction with positive affect exerting a stronger influence. 
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Leung...et al. (1996)^ ^ conducted a survey of local employees of joint venture 
hotels in China and found that procedural and performance based distributive 
justice was related to job satisfaction but interactive justice w^ as not. Employees 
who worked with overseas Chinese and Japanese expatriates were less satisfied 
than those who worked with expatriates from west, and this difference was 
explainable in terms of difference in perceived distributive justice. 
Acker (1998)^ ^ studied the job satisfaction of social workers and came out with the 
result that social workers are affected negatively by this type of work. The 
implications for the social work profession are discussed as well as the importance 
of social support systems at the work setting that will help social workers cope 
more effectively with stressful work situation. 
Judge and lilies (2004) conducted a study of the employees relationship at work 
and at home, multilevel results revealed that job satisfaction affected positive 
mood after work and that the spillover of job satisfaction onto positive and 
negative mood was stronger for employees high in trait positive and trait negative 
affectively, it also reveals that the effect of mood at work on job satisfaction 
weakened as the time interval between the measurements increased. 
Chalykoff and Kochan (2006)^ ^ studied the influence of computer aided 
monitoring on employees job satisfaction and turnover, kit was found that for some 
employees the negative effect of monitoring are inherent, but for others its negative 
impact can be mitigated by attention to feedback appraisal process. 
Bogg and Cooper (1995)^ " conducted a study on different factors of stress among 
senior civil servants which affects the job satisfaction, the study found that Senior 
U.K. civil servants were significantly more dissatisfied and displayed more mental 
and physical ill health than their private sector counterparts. The main source of 
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stress were factors intrinsic to job such as poorer comparative pay and working 
conditions and a strong feeling of possessing little control over their job and their 
organization. 
Lacy and Sheehan (1997)^' studied the job satisfaction level among academic 
staff across the eight nations (Australia, Germany, Hong Kong, Israel, Mexico, 
Sweden, U.K., and U.S.A.). Result of the study indicates that the factor related to 
environment in which academics work, including university atmosphere, morale, 
sense of community and relationship with colleagues are the greatest predictors of 
job satisfaction. 
Oladokun (1993) conducted a study of job satisfaction among library workers in 
Nigeria and surveys the status and job satisfaction of para professional library 
officers in Nigerian Libraries, it highlights a degree of dissatisfaction and considers 
area of particular discontent and the reason for their choice of the career in 
librarianship and their mobility and progress within the profession. 
•y-i 
OIorunsola(2000) studied the effect of rotation of job in academic libraries of 
Nigerian universities and found that the reaction to the possible introduction of job 
rotation was generally positive. It is suggested that the library manager should 
consider the introduction of a policy of job rotation policy in the library and 
indicates an approach that could be used when it is introduced. 
Alansari (2011)^ '* studied the professional image of Kuwaiti Librarians and found 
that extrinsic measures such as recognition of accomplishment, fair performance 
evaluation and job security were ranked in the top and are the most important 
aspect of job satisfaction. Whereas intrinsic measures such as suitable daily 
working hours and nature of work fell close to the bottom of the list. 
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Suliman (2007)"'"'' conducted a study in the U.A.E. to examine tiie links between 
justice, satisfaction and performance in the workplace. The results revealed that 
employee's perceptions of justice influence their work performance and that job 
satisfaction plays a partial role in mediating this effect and influencing work 
performance. 
O'Leary, Wharton and Quinlan (2009)^^ studied the level of satisfaction of 
physicians working in Russia and found that overall male doctors report higher 
level of satisfaction than female doctors, while those who work in polyclinics are 
more satisfied in their relation with patient and colleagues than their male 
counterparts. The majority of physicians are dissatisfied with administration and 
time constraints. 
Oshagbemi (2003) conducted a study on personal correlates of job satisfaction in 
U.K universities and found that the rank of an individual and the length of service 
he/she has worked within higher education are significant predictors of the level of 
the individuals overall job satisfaction. 
Crossman and Zaki (2003)^* conducted a survey on employee's performance of 
Lebanese banking staff and found that job satisfaction is not independent in all job 
facets and that satisfaction with one facet might lead to satisfaction with another. 
The sample of survey consists of 202 employees from 9 commercial bank females 
were found to be less satisfied with all facets except pay. 
Origo and Pagami (2008)^^ studied the workplace flexibility and job satisfaction 
in Europe, the purpose was to empirically test whether various flexible work 
arrangements produce different effects on alternative measures of job satisfaction 
in Europe. The findings shows positive link between functional flexibility and job 
satisfaction and either no effect or a negative impact of quantitative flexibility. The 
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positive impact of functional flexibility is greater when considering satisfaction for 
intrinsic aspects of the job. 
Mumford (1991)'**' conducted a study on Analysis of job satisfaction, attempts are 
made to define it, providing a method for establishing how good a fit there is 
between employees needs, expectation and aspiration at work and their actual work 
experience. 
Tietjen and Myers (1998)'*' study was conducted on motivation and job 
satisfaction; it reviews the literature of motivational theorists and draws from their 
approaches to job satisfaction and the role of motivation within job satisfaction. 
The theoriesof Fredrick Herzberg and Edwin Locke are presented chronologically 
to show how Locke's theory was a response to Herzberg theory. By analyzing 
these theories managers can focus on strategies for creating job satisfaction. 
Graham and Messner (1998)'*^  conducted a study on principals of job satisfaction 
and investigated the relationship of factors such as gender, size of enrolment and 
years of experience to the principals of job satisfaction survey (PJSS). The PJSS 
was based on Herzberg's Motivation Hygiene theory, from the results of study it 
came into light that principals were generally satisfied with their current job, 
colleagues, co-workers and level of responsibility. However, they were less 
satisfied with their pay, opportunities for advancement, and fringe benefits. 
Topper (2008)"*^  studied the job satisfaction in libraries and found that library 
workers are very satisfied in their job no matter if it is current study or one from 
the previous years. Job satisfacfion should be a key factor in recruitment of the 
next generation of library workers. 
Pors and Johannsen (2002)'*'* examined the job satisfaction and motivational 
strategies among library directors, the survey focuses on a whole array of topics 
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connected with leadership quahties and perception of different future challenges. 
The analysis correlates job satisfaction with a number of both extrinsic and 
intrinsic factors and the existence of major differences between these factors and 
levels of job satisfaction among the library directors is found. 
McDonald and Mac Intyre (1997)''^  conducted a study on job satisfaction scales, 
the scales of job satisfaction was developed which could be used in a wide range of 
occupational groups. Sample of 885 Ontario working adults in a wide range of 
occupation were taken. Average scores on the scales were not significantly 
different between males and females and among six occupational groups. The scale 
was significantly related to work places, factor such as job stress, boredom, 
isolation and danger of illness or injury. 
Aziri (2011)"*^  studies the job satisfaction and represents it as one of the most 
complex areas facing today's managers when it comes to managing their 
employees. Many studies have demonstrated a usually large impact on the job 
satisfaction, on the motivation of workers; while the level of motivation has an 
impact on productivity and hence also on performance of business organization. 
Mallaiah (2008) examined the performance management and job satisfaction of 
University library professionals in Kamataka. Primary data collected from 188 
library professionals through a pre-tested, structured comprehensive questionnaire. 
The results shows that the conductive and congenial physical, social and 
psychological conditions present in the workplace have potential to enhance the 
job satisfaction of the library professionals. 
Somvir and Kaushik (2012/^ studied the job satisfaction among library 
professionals in Haryana state with the objective of the study was to examine those 
factors which are related in a high manner to job satisfaction among library 
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workers. Data was collected from sample of 100 library professionals from private 
engineering and management colleges in Haryana State. The results indicates that 
job satisfaction among library professionals is not related to their sex, the type of 
library in which they worked, or their vocational needs but it is related to the 
characlerstics of their job environment. The supervisory climate and the essential 
characterstics of job itself are the two most important determinants of job 
satisfaction. 
Sheridan and Slocum (1975)'*^  studied the casual relationship between job 
satisfaction and work performance, the sample of 35 managers and 59 machine 
operators in specialty steel firm were taken. Result shows that affective measures 
of job satisfaction were linked to manager's performance in a lagged performance 
satisfaction relationship. The inclusion of the moderator in measures of job 
satisfaction did not improve the correlation between satisfaction and performance. 
Mira and Pestonjee (1990)^ " conducted a study with the objective to investigate 
job satisfaction, job involvement and participation among officers and clerical 
cadre of a nationalized bank in Western India. A sample of 500 employees was 
taken in which 250 officers and 250 clerks were there. The findings shows that 
occupational level significantly influence job, social relation and on job areas of 
job satisfaction, it was also found that officers of the bank are more involved in job 
in comparison to clerical cadre.. 
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CHAPTER 3 
Scope, Objective & Methodology 
This chapter deals with scope, and objective and methodology used in 
the study and has been discussed in the following headings-
> Selection of the problem 
> Scope and limitation of the study 
> Objective of the study 
> Need and significance of the study 
> Hypothesis 
> Methodology 
> Sample Population 
> Variation taken 
> Tools and techniques applied 
> Data analysis method 
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3.1 Selection of the problem 
The problem for the present study entitled "Job satisfaction of 
library professionals working in Maulana Azad library, Aligarh." 
3.2 Scope and limitations of the study 
The present study entitled "Job satisfaction of library 
professionals working in Maulana Azad library, A.M.U. , Aligarh". The main 
purpose of this study is to investigate the job satisfaction of library professionals 
working in Maulana Azad library. 
For the study, the variables taken were Deputy Librarian, 
Assistant Librarians, Professional assistants, Semi-Professional Assistants and 
Library Attendants of Maulana Azad library. Although an attempt was made to 
make the study as precise and objective as possible certain limitations might have 
come to the study some of the major limitations were:-
> The present study consists of Deputy Librarian, Assistant Librarian, 
Professional Assistants, Semi- Professional Assistants and Library 
attendants. 
> The geographical area is restricted to Maulana Azad library, Aligarh. 
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3.3 Need and Significance of the study 
A library is the dominant agency for dissemination of 
Knowledge. Libraries play constructive role in the fulfillment of our aspiration and 
programme for formal and informal education, Research and development and 
Industrialization for successful functioning and performance of its manifold duties. 
Libraries require personnel with the high degree of technical skills. Intelligence, 
imagination, initiative, efficiency and understanding. They are therefore to be not 
only professionally qualified, competent and efficient but also believe active 
contended and well satisfied with their jobs. Thus, the need to study the various 
components of job satisfaction and theirs has become essential. 
A large number of investigations have been undertaken to 
explore the effect of different personality variable employees behaviour, attitude 
towards and adjustment with various components of job there has been little 
attempt to deal with relationship between personality variable and job satisfaction 
libraries. Job satisfaction in the library environment could be useful for 
maximizing the output and efficiency of library operations. 
3.4 Objectives of the study 
> To measure the job satisfaction of Library professionals working in Maulana 
Azad library according to their hierarchy of their posts. 
> To measure the extent of job satisfaction. 
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> To know the differences of any between the groups of professional staff 
such as men, women staff, senior and junior level staff in satisfaction with 
work. 
> To determine the relationship of any between job satisfaction and the 
independent variable such as designation, age, marital status, sex, length of 
working experience. 
3.5 Hypothesis 
1) Library professionals are satisfied with the working environment. 
2) There is no significant difference between the levels of job satisfaction of 
library professionals according to the hierarchy of their post. 
3) There is no significant difference between the relationship of job 
satisfaction and independent variables such as age, gender, length of working 
experience. 
4) Library professionals are satisfied with the superior- subordinate relationship 
in the library. 
3.6 Methodology 
Methodology has its own implications and importance in scientific 
investigation, objectives in any research cannot be obtained unless it is carried out 
in a very systematic and planned manner. Methodology used in my study is 
Questionnaire method for collecting the data. 
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3.7 Sample population 
Sample is the selection of small group of individual, object or 
events from a population. The sample size is the most important for the inferences. 
3.8 Variables taken 
> Deputy Librarians 
> Assistant Librarians 
> Professional Assistants 
> Semi-Professional Assistants 
> Library Attendants 
3.9 Tools and Techniques 
Questionnaire is a tool to collect data from diverse large and widely 
scattered population groups. In this study questionnaire is prepared which consists 
of specific number of questions. In the present study a Questionnaire was framed 
with 27 close ended questions. 
3.10 Data analysis method 
The data collected through the questionnaire are organized 
quantitatively and tabulated by using statistical methods, tables and percentage, 
data collected is used for the formation of findings. 
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CHAPTER-4 
Data analysis and Interpretation 
This chapter deals with analysis and interpretation of data which 
have been collected through questionnaire. The collected data is organized and 
tabulated by using simple statistical methods. A total no. of 50 questionnaires were 
distributed among library professionals of Maulana Azad Library out of which 
investigator received all 50 questionnaires. 
43 
<Data AnaCysis and Interpretatwn 
Table! 
Job suits educational qualification 
Options Respondents 
Yes 76% (38) 
No 22% (11) 
Cannot say 2% (1) 
Total 100% (50) 
Table-1 shows that 76% of the respondents think that their job suits their education 
qualification, whereas 2% cannot say about it. 
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Table-2 
Present position in library 
Options Respondents No response 
Highly satisfied 14% (7) 
1 
Satisfied 44% (22) 
Partially satisfied 30% (15) 
Not satisfied 10% (5) 
Total 98% (49) 
Table-2 shows that 58% of the respondents are satisfied with their present position 
in the library whereas 10% of them do not find satisfaction. One respondent 
couldn't answer this question. 
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Table-3 
Satisfaction regarding library environment 
Options Respondents 
Highly satisfied 14% (7) 
Satisfied 66% (33) 
Partially satisfied 18% (9) 
Not satisfied 2%(1) 
Total 100% (50) 
The tables above shows that most of the respondents are satisfied with the working 
environment in the library, only 2% of them are not satisfied with the library 
environment. 
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Table-4 
Superior subordinate relationship 
Options Respondents 
Highly satisfied 24% (12) 
Satisfied 60% (30) 
Partially satisfied 16% (8) 
Not satisfied 0% (0) 
Total 100% (50) 
Table-4 shows that a large sample of population is satisfied with the superior 
subordinate relationship and only 16% respondents are not satisfied with their 
relationship with superior subordinates. 
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Table-5 
Overall job security 
Options Respondents No response 
Highly satisfied 24% (12) 
1 
Satisfied 58% (29) 
Partially satisfied 10% (5) 
Not satisfied 6% (3) 
Total 98% (49) 
The above table highlights that most of the library workers are satisfied with the 
overall job security, and only 6% of them are not satisfied with job security. One 
respondent couldn't answer this question. 
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Table-6 
Stress in job 
Options Respondents 
Yes 8% (4) 
Sometimes 64% (32) 
Never 28% (14) 
Total 100% (50) 
Table 6 shows most of the respondents confront stress in job but 28% of them are 
there who never feel stress. 
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Table-7 
Power and Prestige in the job 
Options Respondents 
Highly satisfied 10% (5) 
Satisfied 60% (30) 
Partially satisfied 16% (8) 
Not satisfied 14% (7) 
Total 100% (50) 
Table 7 shows that a large amount of library professionals are satisfied with their 
power and prestige in the job on the other hand 14% of them are not satisfied. 
Table-8 
Freedom to choose own method of working 
Options Respondents 
Yes 36% (18) 
Sometimes 46% (23) 
No 18% (9) 
Total 100% (50) 
The above table shows that most of the library professional has the freedom to 
choose their own method of working whereas 18% of them do not feel free to work 
in their own way. 
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TabIe-9 
Freedom to express opinion 
Option Respondents 
Yes 58% (29) 
Sometimes 38% (19) 
No 4% (2) 
Total 100% (50) 
Table 9 shows that 58%) of respondents feel free to share their opinion with their 
co-workers at work, 4% of them do not get the opportunity to do so. 
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TabIe-10 
Work is more stressful than other colleagues in same section 
Options Respondents 
Agree 30% (15) 
Strongly agree 8% (4) 
Disagree 48% (24) 
Strongly disagree 14% (7) 
Total 100% (50) 
Table 10 shows that 30% respondents agree that their work is more stressful than 
other colleagues, whereas most of them denied the agreement that their work is 
more stressful in comparison to other workers in their section.. 
Work is more stressful than other colleagues in same section 
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Table-11 
Using computer for library activities 
Options Respondents 
Yes 78% (39) 
Sometimes 10% (5) 
No 12% (6) 
Total 100% (50) 
Table -11 shows that 78% of the library professionals are using computer for 
library activities, whereas still 12% are there who do not use computer for work.. 
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Table-12 
Need of training programmes to enhance skills 
Options Respondents 
Yes 88% (44) 
No 6% (3) 
No opinion 6% (3) 
Total 100% (50) 
The above table shows that 88% of the respondents feel that there is need to start 
training programmes, 6% of them do not think there is any need for it and the rest 
6% do not have any opinion regarding this matter. 
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J^ A2!ia U -Table-13 
Satisfaction with working hours 
Options 
Highly satisfied 
Satisfied 
Partially satisfied 
Not satisfied 
Total 
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26% (13) 
52% (26) 
14% (7) 
8% (4) 
100% (50) 
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Table 13 shows that most respondents are satisfied with their working hours, 
whereas 8% are not satisfied with their hours of work. 
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Table-14 
Factors affecting Job satisfaction 
Attributes Respondents 
Working Environment 20% (10) 
Job security 38% (19) 
Salary 22% (11) 
Superior subordinate 
relationship 
20% (10) 
Total 100% (50) 
Table 14 shows that 38% of the respondents think that working environment is the 
important attribute of job satisfaction although significant population thinks 
working environment , salary and Superior subordinate relationship are the 
important attributes of job satisfaction. 
Factors affecting job satisfaction 
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Table-15 
Motivation by librarian to increase efficiency 
Options Respondents No response 
Yes 50% (25) 
1 
Sometimes 26% (13) 
Never 22% (11) 
Total 98% (49) 
Table 15 shows that 50% of the total respondents are motivated by librarian to 
increase efficiently whereas 22% are not motivated to enhance their efficiency at 
work. One respondent couldn't answer this question. 
Table-16 
Factor responsible for promotion 
Factors Respondents No response 
Experience 18% (9) 
1 
Hard work 8% (4) 
Higher education 8% (4) 
All 64% (32) 
Total 98% (49) 
The above table shows that 64% of the respondents think that these all factors play 
important role in the promotional activity in job, 8% respondents equally goes for 
the hard work and Higher education. One respondent couldn't answer this 
question. 
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Table-17 
Attended education Programme 
Options Respondents No response 
Yes 32% (16) 
1 Sometimes 30% (15) 
Never 34% (17) 
Total 96% (48) 
The above table shows that 32% have attended educational programmes, 30% of 
them sometimes do attend educational programme and 34% have never attended 
such kind of programme. One respondent couldn't answer this question. 
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Table-18 
Awareness skill in ICT 
Rate CD/DVDs Internet Library 
Automation 
Software 
Printer/Scanner 
Good 52% (26) 76% (38) 52% (26) 54% (27) 
Average 40% (20) 22% (11) 44% (22) 36% (18) 
Poor 8% (4) 2% (1) 4% (2) 10% (4) 
Total 100%(50) 100%(50) 100%(50) 100%(50) 
The above table shows that among different components of ICT 76% of the 
respondents have good awareness of the use of Internet and even 22% feel that 
they have working knowledge of internet. Similar no. also felt comfortable with 
library automation software. 
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CHAPTERS 
Conclusion, Findings and Suggestions 
Conclusion 
The movement of the workers in a desired manner has always consumed the 
thought of the managers. In many ways, this goal has been reached through 
incentive programs and other type of conditional administrative policy. The 
instilling of satisfaction within workers is a crucial task of management. 
Satisfaction creates confidence, loyalty and ultimately improved quality in the 
output of employees. 
Every organization requires human resource, in addition to financial and physical 
resources for it to function. Three behavioural dimensions of Human resource are 
significant to the organization. 
1. People must be attracted not only, to join the organization but also remain in 
it. 
2. People must perform the task for which they are hired, and must do so in a 
dependable manner. 
3. People must go beyond this dependable role, performance and engage in 
some form of creative, spontaneous and innovative behavior at work. 
From the present study it is found that most of library professionals 
Working in Maulana Azad Library are satisfied with their present position 
and they think that their job justifies their educational qualification. 
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> Majority of the professionals are satisfied with their superior -
subordinate relationship at work. Hence, the proposed hypothesis is 
proved true. 
> It is found from the result that maximum numbers of workers are 
satisfied with the working environment of the library, which proves 
the hypothesis true. 
> From the analysis it is found that there is no significant difference 
between the levels of job satisfaction of library professionals 
according to their hierarchy of their posts which proves the 
hypothesis true. 
> No significant difference was found between the relationship of job 
satisfaction and independent variables like age, gender and length of 
working experience. Hence, this proves the hypothesis true. 
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Findings 
5.1 Table-1 shows that 76% of the respondents think that their job suits their 
education qualification, whereas 2% cannot say about it. 
5.2 Table-2 shows that 58% of the respondents are satisfied with their present 
position in the library whereas 10% of them do not find satisfaction. 
5.3 Table-3 shows that most of the respondents are satisfied with the working 
environment in the library. 
5.4 Table-4 shows that maximum population is satisfied with the superior 
subordinate relationship but 16% respondents do not find their relationship 
compatible with superior subordinates. 
5.5 Table-5 highlights that most of the library workers are satisfied with the 
overall job security and some of them are not satisfied with it. 
5.6 Table 6 shows most of the respondents confront stress in job but 28% of them 
never found themselves stressed in job. 
5.7 Table 7 shows that a large amount of library professionals are satisfied with 
their power and prestige in the job on the other hand 14% of them are not satisfied. 
5.8 Table-8 shows that most of the library professional has the freedom to choose 
their own method of working whereas 18% of them do not feel free to work in 
their own way. 
5.9 Table 9 shows that 58% of respondents feel free to share their opinion with 
their co-workers at work and rest of them feel hesitant to share their opinion. 
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5.10 Table 10 shows that 30% respondents agree that their work is more stressful 
than other colleagues, whereas most of them do not fmd their work stressful than 
others in same section. 
5.11 Table -11 shows that most of the library professionals are using computer for 
library activities, whereas still some percentage of workers do not use computer to 
carry out their work. 
5.12 Table-12 shows that maximum no. of respondents feel that there is need to 
start training programmes to enhance the employee's skill. 
5.13 Table 13 shows that most respondents are satisfied with their working hours, 
whereas few thinks that their working hours are not suitable to them. 
5.14 Table 14 shows that 38% of the respondents think that working environment 
is the important attribute of job satisfaction although significant population thinks 
working environment, salary and Superior subordinate relationship are the 
important attributes of job satisfaction. 
5.15 Table-15 shows that 50% of the total respondents are motivated by librarian 
to increase efficiency whereas some of them just carry out their work without 
motivation. 
5.16 Table-16 shows that a large population of respondents thinks that factors 
such as Experience, hard work, higher education all play important role in the 
promotional activity in job. 
5.17 Table-17 shows that 32% have attended educational programmes, 30% of 
them sometimes do attend educational programme and 34% have never attended 
such kind of programme. 
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5.18 Table-18 shows that among different components of ICT 76% of the 
respondents has good awareness of the use of Internet and some of them that they 
have working Icnowledge of internet, similar no. also felt comfortable with library 
automation software. 
Suggestions 
On the basis of the present study and statistical analysis of its result following 
suggestions can be put forward as foUows-
1. Training facility and computer skill should be developed by the 
organization to their professional employees. 
2. Superiors must develop a sound understanding and cordial relationship with 
their subordinates by providing a sound leadership and clear-cut strategy 
involved in the accomplishment of the task and acknowledgement in their 
effort from time to time. 
3. Sufficient technical facilities should be provided to library professionals for 
enriching their services. 
4. Job security is an important factor which plays a vital role in the satisfaction 
of library professional. Therefore, it should be given more importance. 
5. Old and outdated policies creating road blocks in the career advancement of 
library professionals should be reformed or modified to facilitate smooth 
advancement of their Career. 
6. Staff orientation programme should be developed to prepare the 
professionals for the effective productivity in their respective areas. 
7. Working environment is one of the important attributes of job satisfaction 
so it should be made compatible with the employees understanding. 
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QUESTIONNAIRE 
DEPARTMENT OF LIBRARY AND 
INFORMATION SCIENCE 
ALIGARH MUSLIM UNIVERSITY (AMU) ALIGARH 
Respected sir/Madam 
I am conducting a survey on "Job satisfaction of Library Professionals 
working in Maulana Azad Library, AMU, Aligarh." for my M.L.I.Sc. 
Dissertation in this regard I would like to request you to kindly fill this 
questionnaire. The information gathered shall be kept confidential and used for the 
study purpose only. 
Yours Sincerely 
Haleema Khanam 
Questionnaire for Library Staff 
Personal Details: 
Name: (Optional) 
Designation: 
Working Experience on present post: 
Age: Gender: 
Nature of Job: Temporary/Permanent 
Which section are you working in currently: 
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1) Does your job suits your educational qualification? 
i.Yes ii. No iii. Cannot say 
2) Are you satisfied with you present position in library? 
i. Highly satisfied ii. Satisfied 
iii. Partially satisfied iv. Not satisfied 
3) What is your level of satisfaction regarding the library environment? 
i. Highly satisfied ii. Satisfied 
iii. Partially satisfied iv. Not satisfied 
4) What is your level of satisfaction regarding superior subordinate 
relationship? 
i. Highly satisfied ii. Satisfied 
iii. Partially satisfied iv. Not satisfied 
5) How satisfied are you with overall job security? 
i. Highly satisfied ii. Satisfied 
iii. Partially satisfied iv. Not satisfied 
6) Do you feel stress in your job? 
i. Yes ii. Sometimes iii. Never 
If yes, give reason for the stress: 
7) Do you stay over time to finish your job, if you are not paid for it? 
i. Yes ii. No 
iv. Sometimes iv. Never thought about it 
8) Are you satisfied with your power and prestige in the job? 
i. Highly satisfied ii. Satisfied 
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iii. Partially satisfied iv. Not satisfied 
9) Do you get freedom to choose your own method of working? 
i. Yes ii. Sometimes iii. No 
10) Do you get support by your co-workers for personal problem at work? 
i. Yes ii. Sometimes iii. No 
11) Do you get opportunity to place your opinion in front of subordinates at 
work? 
i. Yes ii. Sometimes iii. No 
12) Have you ever been forced to feel guilty for the mistakes you committed at 
work? 
i. Often ii. Sometimes iii. Never 
13) Your work is more stressful than the other colleagues in your section? 
i. Agree ii. Strongly agree 
iii. Disagree iv. Strongly disagree 
14) Are you given equal facilities to carry out your work compared to the other 
colleagues? 
i. Yes ii. Don't know iii. No 
15) Are you using computer for library activities? 
i. Yes ii. Sometimes iii. No 
16) Is there any opportunity for you to use new technology in the library? 
i. Yes ii. Sometimes iii. No 
17) Do you feel there is need to start the training programmes for staff to 
enhance their technical skills? 
i. Yes ii. No iii. No Opinion 
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18) Are you satisfied with your hours of work? 
i. Highly satisfied ii. Satisfied 
ii. Partially satisfied iv. Not satisfied 
19) The major satisfaction in my life comes from my job? 
i. Fully agree ii. Partially agree 
iii. Agree iv. Disagree 
20) Can you place your opinion before your superiors without any hesitation? 
i. Yes ii. No iii. Don't know iv. Never thought about it 
21) Rank the attributes of job satisfaction 
i. Working Environment ( ) ii. Job Security ( ) 
iii. Salary ( ) iv. Superior subordinate ( ) 
relationship 
22) Is there someone at work who encourages your development? 
i. Yes ii. No 
23) Does your librarian motivate you to increase your efficiency at times when you 
are not productive? 
i. Yes ii. Sometimes iii. No 
24) Does your superior help you update with what is happening in library? 
i. Yes ii. Sometimes iii. Never 
25) Which factor is more responsible according to you for promotion in job? 
i. Experience ii. Hard work 
iii. Higher education iv. All 
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iii. Never 
26) In your service period have you attended any continuing education 
programmes? 
i. Yes ii. Sometimes 
27) Rate you awareness skills in ICT 
Good 
i. CD/DVDs 
Average Poor 
ii. Internet 
iii. Library automation software 
iv. Printer/Scanner 
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